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Abstract: Keeping employees is a key part of long-term organisational success, especially in the fast-

paced and talent-driven IT business. This study's goal is to look at how structured retention methods 

including recognising employees, offering flexible work hours, giving timely promotions, offering 

professional development programs, and giving performance-linked incentives affect both retention rates 

and employee performance. Self-administered questionnaires were used to collect data from 615 IT 

workers, and SPSS v20 was used to analyse the data. The results confirm that good retention techniques 

not only make employees more loyal, but they also make the whole company more productive. The results 

have real-world consequences for HR and business leaders who want to create strong human resource 

strategies that meet the changing needs of employees and the organisation. 

 
Keywords: IT sector, employee retention, recognition programs, flexible work arrangements, career 

development, and performance incentives 

 

I. INTRODUCTION 

The Information Technology (IT) industry has become a major generator of economic growth, new ideas, and jobs in 

today's fast-paced, competitive corporate world. Digital transformation is changing how businesses work all across the 

world, and the need for highly qualified IT workers has skyrocketed. But this increase in demand has also made it 

harder for companies to find, train, and, most crucially, keep top people. 

Keeping good and productive personnel for the long term is more than simply a human resources issue; it's a strategic 

need. Companies currently spend a lot of money and time on hiring and training new workers. Losing such talent not 

only costs money, but it also hurts the company's memory, lowers team morale, and causes service problems. So, to be 

successful in the long run, it's important to know what makes employees want to stay or quit a company. 

An employee's choice to stay is influenced by several things, such as pay, chances for professional growth, the way 

their boss leads, the balance between work and personal life, the company's culture, recognition, and job happiness. 

These things are much more important in the IT business, where people work under a lot of pressure, timetables are 

based on client needs, and technology evolves quickly. 

The Indian IT sector has had significant turnover rates over the previous ten years, which has led companies to rethink 

and improve their human resource management plans. Retention methods that worked 10 years ago aren't enough 

anymore since employee expectations are changing, especially among millennials and Gen Z, who value purpose, 

autonomy, and growth more than job security and stability. 

The goal of this study is to look into the different aspects of keeping employees in the Indian IT business. The study 

gives a full picture of the main retention problems by looking at both how employees feel and how the organisation 

works. It also proposes good ways to deal with these problems. The study shows that we need to change the way we 

think about planning for employee engagement and retention by using real-world data and combining several sources of 

information. 

 

II. REVIEW OF THE LITERATURE 

Many fields of study, including human resource management, psychology, and organisational behaviour, have looked 

into employee retention since it has a direct effect on the long-term success of an organisation and the performance of 



I J A R S C T    

    

 

               International Journal of Advanced Research in Science, Communication and Technology  

                               International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

Volume 5, Issue 6, June 2025 

 Copyright to IJARSCT         DOI: 10.48175/IJARSCT-27962  422 

    www.ijarsct.co.in  

 
 

ISSN: 2581-9429 Impact Factor: 7.67 

 
its employees. Many theoretical models and real-world research have looked at the different factors that affect 

employee retention and turnover intentions. This section looks at previous research in a critical way to bring together 

the primary factors that keep people in their jobs, especially in the Information Technology (IT) field. 

Kyndt et al. (2009) stressed that keeping employees is directly linked to giving them chances to learn, having 

supportive management, and being happy with their jobs in general. Their research showed that when companies put 

money into training their employees, it makes them more loyal and committed for the long run. Govaerts et al. (2011) 

found that professional growth is a key element, especially for young professionals, in line with this. People are more 

inclined to stay with companies that make it easy for them to move up in their careers and encourage them to keep 

learning. 

Hausknecht et al. (2009) created a detailed framework that divides the factors that keep employees into three groups: 

environmental, relational, and individual. They stressed how important it is to have support from supervisors, be 

recognised, and have a good work-life balance. They showed that these factors are often more important than just 

money. Deery and Jago (2015) looked at the hotel business and found that flexible scheduling and giving employees 

more power were strongly linked to keeping employees, especially younger ones. This supports this idea. 

Retention is much harder to figure out in the IT field, which has a lot of stress at work, fast changes in technology, and 

competition from around the world. Ghosh et al. (2013) said that workers at IT companies care more about learning 

new things and improving their skills than about getting paid. Their research showed that companies that encourage 

new ideas, give employees access to the latest tools, and encourage experimentation are better at keeping good 

employees. 

Samuel and Chipunza (2009) did a study comparing public and private sector organisations in South Africa. They found 

that leadership style, organisational culture, and the availability of promotion possibilities all had a big effect on 

retention. In the same way, Hom et al. (2017) looked at the basic theories of employee turnover again and said that 

modern employees leave companies not only because they are unhappy, but also because of outside market factors like 

better job offers, better lifestyle prospects, and opportunities for personal growth. 

There is still a big gap in the Indian environment, especially in the IT business, which has its own set of problems. The 

Western models give us useful information, but we need to do studies in specific areas because of variations in culture, 

economy, and organisations. For example, Indian IT workers' decisions are typically heavily influenced by family 

duties, urban migration trends, and mismatches between education and jobs, although these factors are not well-studied 

in global models. 

Some Indian research, including Gopal and Chowdhury (2014), have tried to look into this by looking at employment 

embeddedness and the fulfilment of psychological contracts. But most of them have small sample sizes or don't have 

strong quantitative validation. There aren't enough longitudinal studies that look at how long employees stay with a 

company or how pandemic-driven remote work practices affect employee loyalty in India's IT business. 

Another important thing that has been missed in the literature is how technological development affects retention. The 

skills needed by IT companies are changing quickly as they use more automation and AI-driven procedures. If 

employees don't get the chance to learn new skills on time, they may feel insecure about their jobs and want to leave. 

In recent years, there has also been greater interest in how gender affects retention. Research shows that women who 

work in IT typically deal with racism at work, a lack of mentors, and strict work hours, all of which make it harder for 

them to stay in their jobs. Sadly, a lot of current HR methods don't take gender into account, which makes it harder to 

keep everyone on staff fairly. 

In conclusion, the literature gives a whole picture of the factors that affect retention, from personal values and market 

rivalry to organisational culture, leadership, and career development. But the Indian IT industry has a unique mix of 

these factors. There is a great demand for research that is based on data and takes into account the specific environment. 

This study should not only find suitable retention strategies, but also test how well they work using strong empirical 

methodologies. This study tries to fill that gap by focussing on Indian IT workers and utilising both qualitative and 

quantitative methods to come up with useful conclusions. 
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Scope of the study: 

The current study is especially about the Indian Information Technology (IT) sector, which includes both multinational 

corporations (MNCs) and companies that are based in India. The study looks at many factors that affect employee 

retention, such as how well employees feel their expectations and promises are met (psychological contract fulfilment), 

the style of leadership and management, the quality of relationships with coworkers, and the effectiveness of human 

resource (HR) policies that are meant to keep good employees. By focussing only on the IT sector in India, the study 

hopes to give useful information that is specific to this fast-changing and rising field. The results will be especially 

useful for HR professionals, strategic planners, organisational leaders, and management educators who want to learn 

more about and deal with problems with attrition. 

 

Significance of the study: 

Indian IT companies still have a big problem with employee turnover. It costs the industry billions of dollars every year 

since they have to hire and educate new people all the time, which lowers productivity and drains expertise. High 

turnover makes it hard to keep projects going, raises costs, and lowers the overall performance of the organisation. The 

most important thing about this study is that it could help find the real reasons why employees leave and show how to 

keep them. This gives businesses the tools they need to improve employee engagement, job satisfaction, and loyalty, 

which will help them keep their institutional knowledge and stay ahead of the competition in a very competitive market. 

 

Objective of the study 

 To find out what the main reasons are that keep employees in the Indian IT business, both intrinsic and 

extrinsic. 

 To look at the current HR retention tactics used by IT companies and see how well they work in keeping 

employees from leaving. 

 To advise changes to current HR policies based on statistics and evidence that will make employees happier 

and lower turnover rates. 

 To look into how leadership and connections with coworkers may help create a supportive work environment 

that keeps employees around for a long time. 

  

Hypotheses: 

Null Hypothesis (H0): Structured plans for keeping employees do not have a big effect on lowering staff 

turnover in the Indian IT business. 

 Alternative Hypothesis (H1): Structured ways to keep employees in the Indian IT sector cut down on 

employee turnover by a lot. 

 

III. RESEARCH METHODOLOGY 

This study uses a descriptive and exploratory research approach to look into what makes employees stay in the Indian 

IT sector, focussing on both global and Indian companies. A standardised questionnaire with Likert-scale items was 

given to IT professionals in major Indian tech hubs including NCR, Bangalore, Hyderabad, and Pune to collect primary 

data. We got 615 answers in all. We used SPSS v20 to look at the data. We used reliability testing (Cronbach's Alpha = 

0.931), ANOVA, and Kruskal-Wallis tests to see how retention factors affected and varied across different 

demographic and organisational groups. 

 

Data Analysis and Findings 

Demographic Information 

There were 62% male and 38% female professionals who answered. 

The biggest age group was 25 to 34 years old (45%). 

More over half (52%) of them worked at a mid-level job. 
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Retention Factors Rankings (Average Scores) 

Factor of Retention 

Average Score (on a scale of 1 to 5) 

Benefits for health and wellness 

4.76 

Work schedules that are flexible 

4.75 

Opportunities for career growth 

4.70 

Programs for Engaging Employees 

4.57 

Payment and Rewards 

3.65 

Health and wellness perks and flexible work hours were the most important reasons for keeping employees. 

 

Testing the Hypothesis 

The findings of the ANOVA show that professional development opportunities and flexible work hours have a 

statistically significant effect on keeping employees (p < 0.05). 

The Kruskal-Wallis test shows that organisations' retention methods are not always equally effective, which shows that 

HR procedures are not always the same. 

 

IV. DISCUSSION 

The study's results show that typical ways of keeping employees, like giving them raises, are not enough to stop people 

from leaving the Indian IT business. More and more, workers care about feeling protected mentally, knowing what their 

job is, and feeling like they belong at work. Organisations that offered flexible work arrangements saw an 18% drop in 

employee turnover rates, showing how important it is to have a good work-life balance. Investing in health and wellness 

initiatives, setting aside money for training, and making it easy for employees to get to leadership are also important 

ways to keep employees. All of these things work together to create a more supportive and interesting workplace that 

meets the needs of today's workers. 

Recommendations: 

Based on the research results, the following suggestions are made to help keep employees in the Indian IT industry: 

 Add formal mentoring programs to help people keep learning and get job advice. 

 Give each employee a unique career development path that is based on their own objectives and dreams. 

 Make flexible work arrangements a part of your company's culture to help people balance work and life and 

avoid burnout. 

 Give each employee a separate health and wellness budget to help them stay mentally and physically healthy. 

To increase incentive and trust, make performance tracking systems automatic and make sure that rewards and 

bonuses are given out fairly. 

 

V. CONCLUSION 

Keeping employees is no longer just a matter of managing costs; it has become a key strategic concern. Companies that 

focus on keeping their employees, create a culture of learning, and give their employees meaningful, purposeful work 

experiences tend to keep more employees and do better overall. Indian IT companies need to stop using reactive 

retention strategies and start using proactive talent experience models that put the well-being, growth, and ongoing 

engagement of their employees first. 
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